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Positive Transformation of Government

Jen Hetzel Silbert, Loretta Randolph, and Lee Salmon
jen@aiconsulting.org Irandolph@odsystems.com
lee.salmon@ots.treas.gov

“In these troubled, uncertain times, we don’t need more command and
control; we need better means to engage everyone’s intelligence in
solving challenges and crises as they arise.”

- Meg Wheatley, Finding Our Way: Leadership for an Uncertain Time

There was a time when citizens didn’t look to government systems to feed
the poor, to send rockets into space, or to investigate the steroid use of
celebrated baseball players. Evidence of government transformation
surrounds us around the globe, and its pace of change hastens year after
year.

But it’s not just the pace of change in government that gives us pause; it’s
also the conditions in which change is taking place, in particular the ever-
increasing value placed on partnerships/collaboration, shared values, and
participatory planning methods.

Marv Weisbord relates to this in a practice-theory road map he calls the
“Learning Curve” (Weisbord, 1987, p.261). This chronicles the thinking
patterns of organization development pioneers, such as Frederick Taylor,
who in the early1900s sought singled-out experts to solve problems, a
concept referred to as scientific management. Progressing into the 1950s,
Kurt Lewin’s descendants introduced participative management, in which
everyone solved their own problems.
By 1965, systems thinking trends took
over, wherein experts improved
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seems to tell the story of government trends true today. Not only are we witnessing a shift from a
focus on parts to the whole system, but also a migration from expert to participatory approaches.
Why? Because Governments are welcoming more voices into the room and acknowledging they
are now (as they’ve always been) members of a shared system — two key tenets of Appreciative
Inquiry (AI). This issue of Al Practitioner aims at learning from and celebrating transformations
using case studies that span Al applications from government systems around the world.

Case In Point: A Look at the United States Government since the 1990s

The US Federal government has undergone enormous change in the last fifteen years, shifting in
many places from hierarchical command-and-control to self-managed team structures. Just as
government’s dependency on teams escalated, so did the complexity of work. Outsourcing
became increasingly popular, as did the emergence of information technology and the World
Wide Web, demanding new, diverse, multi-disciplinary skills pivotal to workplace efficiency.
Furthermore, by the late 1990s a tidal wave of retirements loomed as the average age of the US
government workforce climbed to the mid-forties. Few agencies had begun to cope with the
upcoming loss of their soon-to-be retired workforce, and the need for succession planning and
leadership development skyrocketed as agencies readied to usher in the new millennium.

The President’s Management Agenda (PMA) of 2000 offered some promise in its five
initiatives. Among these was the Strategic Management of Human Capital to recruit and retain
the right mix of staff skills in government agencies. This placed a sharper focus on developing
leadership to create workplaces of choice, on improving listening skills as well as growing
appreciation for internal and external alliances related to the government system.

Some agencies went even further to question “what’s in a ‘system’?” acknowledging their
interdependence, and the shared consequences and benefits of collective actions. Perhaps this
became most apparent following September 11, 2001, as beyond the US, governments and
citizens world-wide recognized their shared commitment to protecting a global community.

Given this increasing closeness around the world, we're noticing a shift in government trends
from the directive to collaborative, independent to interdependent, and exclusive to inclusive.
While the principles of Appreciative Inquiry support this paradigm shift, their democratic tenets
present many challenges for the bureaucratic tendencies of government around the world

Addressing the Challenges and Enabling the Paradigm Shift
A primary challenge to enabling this paradigm shift is in the dance between control and
autonomy. Formal, bureaucratic government structures and processes are designed to sustain
control while minimizing surprise. To meet the demands of this shift, there is a need to let go —
decentralizing, or even “horizontalizing” organizational structures to maximize autonomy. Al
supports this shift by introducing democratic processes that not only allow for the inclusion of
many voices but also energize and empower people to be accountable for their ideas and actions.

New trends in changing governmental leadership styles require managers to be more
adaptive and flexible to the needs of a diverse, multidisciplinary workforce. Leadership must be
ready and not only willing but wanting to listen and involve more people in decision-making.
This means being comfortable not having all the answers but trusting the collective to generate
possibilities that will benefit the whole.

“Sometimes when I talk [to leaders] for the first time about Al, they think that it’s an
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abdication of leadership potentially — an abdication of authority and so on — and it’s just the
opposite. You can’t lead unless you're in the heartbeat of the people.”
- David Cooperrider, the Second International Conference on Appreciative Inquiry

The traditional approach of focusing on what doesn’t work must be replaced with building
organizations that are strengths-based. To quote Peter Drucker in a recent interview with David
Cooperrider: “The task of leadership is to align strengths in ways that make weaknesses
irrelevant.” This brand of leadership calls for a tremendous amount of courage, as it requires a
shift from of a position of firm judgers focusing on what is broken, to curious, open learners
exploring what might be at its best. This shift can be accomplished through inquiry and
dialogue. By being open to the emergent and the unknown, generative conversations around
inquiry occur that are not stuck in absolutes. This is quite a shift for some bureaucratic systems,
and yet, as you will see in this issue, such methods are already working.

What You Will Find in this Issue

The post-September 11th world forever changed how we live. There is a necessary stronger sense
of community, more communication, and more interdependence, and this is reflected in how we
govern. The case studies in this issue reflect this, demonstrating an increasingly overwhelming
value placed on inclusivity and alliances within and beyond our own systems.

The case studies included in this issue reflect an array of positive transformations in
government that broaden and deepen our practice. Martin Kormanik and Loretta Randolph
explore the use of Al in a traditional organizational assessment in a regulatory agency within the
US federal government. Anne Drabczyk shares her appreciative inquiry into citizen and
emergency responder shared values, and Myriem Le Ferrand describes using Al to affect culture
change in the Rocky Mountain National Park. Roselyn Kay and Marilou Bova reflect on their use
of Al for teambuilding and planning with a NASA leadership team. Catherine McKenna explores
appreciative approaches to developing a mentoring pilot for a Canadian government agency, and
Jen and Tony Silbert explore lessons in leading and fostering empowered and collaborative
workplaces in the US National Intelligence Community. Robert Masselink, Annemarie van Iren,
and Robbert Braak tell about the use of Al to assess a pilot leadership development program
across the Dutch government. And Mary O’Reilly, Ken Elstein, Cheri Torres, and Rainey
Weisenberger look at using AI Summits and Experiential Learning to ignite leadership at all
levels in the US Environmental Protection Agency.

We hope you find the approaches, key learnings and innovations of these cases engaging
and inspiring, broadening the possibilities for still more positive transformations of government
for years to come.

Jen Hetzel Silbert, Loretta Randolph, and Lee Salmon
Guest Editors, May 2005
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About our Contributors — in order of appearance

Guest Editors

Jen Hetzel Silbert, Managing Partner of Innovation Partners International (IPI), and Charter Co-owner of
AIC LLC, helps clients design and implement collaborative, strength-based approaches to business process
innovation, change leadership, organization design and strategic communications. Her consulting, train-
ing, and facilitation services have supported numerous government and private sector clients in the US
and South America.

jen@aiconsulting.org

Loretta H. Randolph is a Senior Associate of O.D. Systems. An Al Practitioner since 1987, she is on the
faculty of The George Washington University School of Public Health & Health Services and holds a BS in
Communication from the Ohio University and an MS in Organization Development & Analysis from the
Case Western Reserve University.

Irandolph@odsystems.com

G. Lee Salmon is an executive consultant formerly with the Environmental Protection Agency. As a man-
ager, scientist and certified executive coach, he supports government executives in scientific and engineer-
ing organizations faced with complex organizational change. He also has extensive experience in change
management, diversity and leadership and organizational development.

lee.salmon@ots.treas.gov

From Challenge to Opportunity: Incorporating a Positive Approach to Accelerate Constructive Change in a
US Regulatory Agency

Martin B. Kormanik, President, CEO and Senior Associate with O.D. Systems, uses an organization devel-
opment (OD) approach to organizational, work group and individual effectiveness built on appreciative
inquiry (AI). He is on the graduate faculties of the Johns Hopkins and the George Washington universi-
ties. He holds an MGA from the University of Maryland

mkormanik@odsystems.com

Loretta H. Randolph (See above)

Values shared by Community Response Teams: Improving Our Nation’s Emergency Preparedness

Anne L. Drabczyk, MPH, CHES served as Adjunct Faculty for the Department of Homeland
Security/National Fire Academy, and has extensive community coalition-building expertise. This fall, Ms.
Drabczyk will be an Assistant Professor in the School of Health and Human Performance at Indiana State
University.

adrabczy@insight.rr.com

Appreciative Inquiry and Natural Resource Management in the Rocky Mountain National Park
MyriemLe Ferrand is director of The Envirologue Group, a firm specializing in environmental mediation
and participatory conservation and development. She is particularly interested in guiding appreciative
inquiry within communities and organizations involved in ecosystem management in the U.S. and abroad.
myriem@ecoisp.com

Strategic Planning and Team Building: NASA's Experience

Marilou Bova, President of BOVA International, Inc. is an executive coach/consultant who for over 20
years has used strength-based approaches to help leaders in public and private sectors create and achieve
meaningful visions, goals and strategies that transform their lives and their organizations.
mlb@bovainternational.com

Roselyn Kay, President of New Heights Group LLC, is an executive coach/consultant. Roz consults with
nonprofit, for profit and government organizations seeking to create shared visions, build effective strate-
gies, develop leaders, teams and individuals, enhance collaboration, and improve communication skills.
She is a co-owner in Appreciative Inquiry Consulting LLC.

rkay@newheightsgrp.com
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Appreciative Program Design: A successful mentoring pilot at a Research and Development Agency
within the Government of Canada

Catherine McKenna is an Ottawa based consultant and partner of Innovation Partners International. She
consults in the public, private and voluntary sectors, bringing an appreciative approach to strategic plan-
ning, management development and culture change. Recent projects include a school community inquiry
and an inquiry into healthy workplaces in the Canadian federal government.

macmckenna@sympatico.ca

Appreciative Inquiry in the U.S. National Intelligence Community: Lessons in Leading and Fostering
Empowered and Collaborative Workplaces

Jen Hetzel Silbert, (see opposite) & Tony Silbert, Founding Partner of Innovation Partners International
and Charter Co-Owner of AIC LLC, has over 20 years of experience in organization development, change
leadership consulting, and training design and delivery. His primary areas of emphasis include
Appreciative Inquiry (Al) for large-scale change/ transformation, strategic planning, organization design,
teaming and collaboration, and group process facilitation.

tsilbert@aiconsulting.org

Innovation in Leadership Development within the Dutch Government

Robbert Masselink is an organizational change consultant and associate partner of Van de Bunt. He
helps organizations develop collaborative strategies in action. He developed several courses in
Appreciative Inquiry and teaches at the Free University of Amsterdam.

r.masselink@vandebunt.nl

Annemarie Van Iren is an experienced consultant in the field of leadership, diversity and (cultural)
change. She has a broad experience in interim management, and trains and coaches executives in profit
and not for profit organisations. iren@planet.nl

Robbert Braak is program manager of the Leadership Development Program of the Dutch Government
and responsible for the Al-based evaluation process. Worked for several Dutch ministries as a project or
program manager from a background in organizational and social psychology.
robbert.braak@minbzk.nl

“Igniting Leadership at All Levels” in the Federal Workplace: An Experiment for Organizational Change
at US EPA’s Office of Research and Development (ORD)

Kenneth Elstein, a widely published bench scientist, for 18 years, obtained his MBA, and subsequently
won several awards for championing improvement efforts in the Environmental Protection Agency’s
Office of Research and Development. He currently serves as an Organizational Development Specialist
and is certified in both Al and EL facilitation. Elstein.Kenneth@epamail.epa.gov

Mary McCarthy-O'Reilly serves as Staff Chief for the Leadership Development and Facilitation Staff, US
EPA, Office of Research and Development. Mary manages a staff and coordinates multiple ORD-wide
coalitions and committees throughout the US. Mary holds a Certificate in Appreciate Inquiry from Case
Western Reserve University, MS in Counseling Psychology and a BS is Education/Psychology.
Oreilly.Mary@epamail.epa.gov

Cheri B. Torres, MBA, MA is an Appreciative Inquiry consultant who combines experiential training and
development with positive organizational change strategies. She co-designed and patented Mobile Team
Challenge, an award winning portable low ropes course. Authored The Appreciative Facilitator, and co-
authored Beyond Conflict: A Strengths-Based Approach to Conflict Resolution.
cheri@mobileteamchallenge.com

Carolyn R. Weisenberger has been a facilitator since 1977, including many years in Experiential Learning
training others in Communication and Leadership skills, Team Building, and Appreciative Facilitation.
Carolyn co-designed and patented Mobile Team Challenge and co-authored Beyond Conflict: A
Strengths-Based Approach to Conflict Resolution and The MTC Low Ropes Course Facilitator’s Manual.
rainey@mobileteamchallenge.com

About the August 2005 issue Positive Impact of Conflict.

Anne Radford works as a consultant with strength-based approaches to change in organizations and as a
coach to managers and change agents who want to deepen their knowledge and use of these approaches.
Based in London, she is the publisher and editor-in-chief of the AI Practitioner.

editor@aipractitioner.com
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From Challenge to Opportunity: Incorporating a Positive
Approach to Accelerate Constructive Change in a US

Government Regulatory Agency
Martin B. Kormanik and Loretta H. Randolph

mkormanik@odsystems.com and Irandolph@odsystems.com

“If you are supported and nurtured you can do great things. People are so focused on the
negative — it is as if the employees are the enemy.” Interviewee

The client organization, a 10,000 employee United States (U.S.) Government regulatory
agency, had undergone substantive and ongoing change in a short period of time. By
mid-2001, there was an atmosphere of uncertainty and distrust of additional planned
change efforts that would significantly change the organizational structure and reporting
relationships. This project case study highlights the assessments of two agency compo-
nents and the use of Al to conduct those assessments. The authors served as consultants
on the project.

Client Objectives

The first assessment involved an agency component that provides technical and scientific
information to internal and external customers. The client objectives for the first assessment
were to reassess roles and functions and provide recommendations to improve efficiency and
effectiveness in support of current and anticipated needs of internal and external customers.
A central component of this assessment was to review and validate a self-assessment that
had been conducted by agency staff.

The purpose of the second assessment was to assess the need for reorganization among
the critical, mission-related support services of environmental health and safety, labor and
employee relations and civil rights. The agency wanted an independent, objective assessment
and recommendations regarding reorganization. A substantial challenge was the client’s
request for completion of both assessments within a six-week time frame.

Process
The client hired the consultants to conduct both assessments, working in collaboration with
the agency’s internal workforce transition staff throughout the whole project. The consultants
viewed this project as an opportunity to effectively use Al in what was considered a
traditional organizational assessment. It also presented an opportunity to shift client thinking
from the traditional problem/deficit approach to a positive, strengths-based approach.
During the initial client meeting, the consultants conducted an inquiry with the internal
staff, exploring expectations for project success. That initial inquiry helped identify key
stakeholders to include in future inquiries during both assessments. It also helped generate
an interview protocol that prompted respondents to articulate the importance of their role,
their peak experiences within the agency, organizational core values, challenges facing the
agency, hopes for the outcome of the assessment and future hopes for the agency.
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The first assessment involved validating the previous self-assessment. The iterative
process entailed customizing and validating an interview protocol for collecting data from
all stakeholders, including managers, customers, and staff employees at Washington, DC HQ
and U.S. field locations. Based on the analysis of the interview data, the next phase included
customizing and validating a protocol for conducting focus groups at HQ and field locations
to validate and augment the initial findings. Focus group participants included internal and
external customers, senior agency leadership, and employee/management groups. The last
phases of the first assessment entailed writing a final report of the findings and conclusions,
developing collaborative recommendations and potential solutions, and briefing senior
agency leadership. Similarly, the second assessment included customizing and validating a
protocol; collecting data through interviews and focus groups of employees, agency senior
leadership, and agency managers across the U.S.; preparing a summary report of findings
and conclusions, potential solutions, and recommendations; and, briefing senior leadership.

Both assessments included development of an implementation plan; vetting of the
findings and recommendations, and the implementation plan with the internal staff; and,
briefing senior leadership. Throughout the project, the stakeholders examined and identified
areas where the current systems were successful and determined ways to leverage those
successes (i.e., make the successes more consistent).

All assessment activities were completed in partnership with the internal staff. Activities
included customizing the data collection instruments using appreciative change strategies
and positive, strengths-based questions. The collaborative approach ensured employee
involvement, created ownership of the assessment recommendations, built momentum for
change, and contained costs. The collaboration ensured that all units were part of, and had
input into, the self-review and validation of the project outputs. The internal partners played
a pivotal role, serving as both an advisory group to the project, as well as a partner with the
consultants in reviewing the prior agency self-assessment and determining methods for the
current two assessments. The internal partners became the linking pin between the
consultants and agency components. As an added benefit, this collaboration provided a
developmental assignment for the internal staff, resulting in increased knowledge and skills
for implementing the recommendations arising from this project.

Changes & Outcomes

The positive, strengths-based, approach to change brought a unique focus to the creation of
highly functioning entities in the organization. This Al approach sought to discover and
leverage agency functions that were healthy, working optimally, and which allowed
employees to perform at their best. The approach invited people to look beyond challenges;
to focus on strategies used to overcome difficult situations and, perhaps, make some good
out of difficult situations. Individuals and groups who participated in this project gained
tremendous energy to dream and construct a better future for the agency.

Issues of trust, unity of purpose, collaboration, proactive vs. reactive actions, and
consistent customer service surfaced in both assessments. The “4-C Communication for
Continuity Model” helped communicate the findings and recommendations about these
issues to senior leadership.
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The co-created recommendations included making changes to the agency’s structure. A
key, overarching recommendation was to foster an environment of shared responsibility by
involving all employees at every level of the organization in any planned change
implementation initiatives. The project resulted in implementation of recommendations. The
recommendations became part of the agency’s strategic and action plans, in alignment with
Government Performance Results Act mandates. The agency also published this document
and posted it on the agency’s website.

The internal staff acknowledged that the project benefited from the Al approach, and
advocated its use in the implementation of the recommendations because it would positively
affect the recommended large-scale changes. The innovative approach would begin to move
the agency up a generative, success spiral rather than down a deficit, failure one. The project
team recognized that the continued use of collaborative inquiry and a connection to success
and accomplishments would shift the focus from changing people, to building a full
potential organization in which employees want to work.

One of the values of Al is “equal voices and equal partnership.” The success of this
project, in part, resulted from the equal partnership built into the design and used
throughout the process. The clients met the consultants with the same intent.

This spirit of collaboration and shared interests resulted in additional assessment work
done in another area of the agency using the same Al approach and methods. The
consultants conducted an occupational assessment for another agency component. The
purpose was to examine the recruitment, training, and retention of field-located officers. The
consultants customized and validated protocols; conducted interviews and focus groups
with internal and external customers, senior agency leadership, and employee/management
groups; prepared a summary report of findings and conclusions, potential solutions, and
recommendations; and, briefed senior leadership. Again, within a short time frame, the
consultants efficiently completed the work. The output provided another example of the
successful use of an appreciative approach to organizational assessment. As a result of the
consistency and continuity of the AI approach the stakeholders were able to identify systemic
organizational issues beyond those delimited by the initial scope of the project.
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Innovations/Learnings/Insights/Wishes

This project showed that an Al approach can be effective in even the most traditional of
organization development projects. It also demonstrated that using an Al approach can
achieve results more quickly than using traditional approaches. This project provided three
key learnings: the importance of partnership, the importance of inquiry, and the importance
of hearing all voices.

The Importance of Partnership: The need to complete the project within a very short time
frame accelerated all activities. The primary factor in enabling this to occur was the
relationship between the consultants and the internal staff. The internal staff was both
proactive and responsive to providing needed information and entree to key organizational
stakeholders. By being authentic and honest with one another, these two groups co-created a
process as equal partners without any of the traditional “government official — contractor”
animosity.

The Importance of Inquiry: The information generated by the interview and focus group
protocols supported the premise that change begins with the first question asked. After
experiencing the questions, a new language — a language of inquiry — began to appear in the
daily interactions among key stakeholders.

The Importance of Hearing All Voices: As with many organizations that have had a history of
“change done to them,” agency employees were initially resistant to participate in the
process. Once they became engaged in the inquiry and saw their own words in the output
(i.e., findings, conclusions, recommendations), they began to feel trusted and listened to.
Their sense of being trusted engendered their reciprocal trust in the organization.

Perspective from Within the Agency

Working together, the consultants and internal staff completed both assessments within the
time constraints. After completion of the project, the agency indicated that the contractor’s
positive approach ensured efficient completion of both assessments according to the
proposed timeline and exceeding the agency’s effectiveness criteria. Because of this, the
agency nominated the consultants’ firm for an award. Unbeknownst to the consultants, the
agency’s contracting officer made the nomination, saying, “O.D. Systems provided a creative,
positive, and highly successful approach to a difficult task. The agency was extremely satisfied with the
work of O.D. Systems.” Subsequently, the nomination went to the Departmental level and the
contractor received the award of Small Business Contractor of the Year. In giving the award, the
agency revealed that the contractor’s positive approach to organizational change
accomplished more in six weeks than the traditional deficit-based approach used by another
contractor had accomplished during the preceding 12-month period.

Four years have passed and Al is alive and well within this agency. The internal
workforce transition staff continues to use an appreciative approach in its day-to-day work.
A senior executive recently reported:

“The studies using the Appreciative Inquiry model were in my view very successful. We are
eternally grateful for your exposing us to Al. Internal staff now uses this approach in its work and
other parts of our organization have embraced it.”

May 2005 .| Practitioner

| ©

lauoiipnid



Practitioner |3

10

Appreciative Inquiry and Natural Resource Management in
Rocky Mountain National Park
Myriem Le Ferrand

myriem@ecoisp.com
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This case explores stewardship of natural resources in one of the U.S. Department of the
Interior’s National Parks, Rocky Mountain National Park (RMNP). QOver three million
persons visit this park a year for the thrill of reaching accessible yet well-preserved tundra
landscapes. In this case we’ll explore how Appreciative Inquiry (Al) offered an innovative
means to discovering social and ecological sustainability in a national park setting.

Culture in National Parks

In natural resource management, culture can be somewhat narrowly viewed as an
archeological or historical artifact (like an old cabin) rather than as a living force within a
social setting. In this project, it seemed useful to reclaim the use of the word “culture” in a
national park setting so that it might include the contemporary activities of people visiting
the park. A premise in this project is that our cultural life is at the core of our ability to utilize
resources in a sustainable manner. Al supported this process by revealing how language
enhanced peoples’ sense of belonging to the park’s culture.

Stewardship as a Focus of Inquiry

Practitioner May 2005



The topic of inquiry for this case was an investigation of stewardship in a national park
setting. This responded to a desire by National Park Service staff and the Rocky Mountain
Nature Association (RMNA) to increase a sense of belonging and stewardship in national
park visitors, an effort that was funded by the Justine and Leslie Fidel Bailey endowment.
According to the Chief of Interpretation, RMNP has one of the largest volunteer programs in
the National Park Service. Last year, more than 2000 volunteers contributed over 100,000
hours of time.

Experiencing Appreciative Inquiry in a National Park — Personal Reflections

I had a wonderful time interacting with twenty-six participants in August 2004. The digitally
recorded interviews ranged in length from nine to fifty minutes. A local woman familiar with
oral history produced 180 pages of transcribed text. They were long days, but exciting ones
in which I discovered the enthusiasms of those that sacrifice income and urban convenience
to be involved with RMNP.

Four primary research themes were selected: “Defining Stewardship,” “A Spectrum of
Stewardship Activities,” “Why Individuals Engage in Stewardship Activities,” and “Sharing
a Culture of Stewardship.” After much exploration of documents, places, people and ideas, I
settled into a research protocol and chose participants on the basis of their involvement with
RMNP, e.g. NPS staff, RMNA member, concessionaire, researcher, volunteer or visitor. They
took part on an anonymous and confidential basis. I formulated questions to elicit
unconditionally positive responses of extraordinary, favorite or exceptional memories of
events, places and persons. I used three questionnaires depending on the availability of
participants, the desired depth of response, interview setting and expected depth of
experience with stewardship research themes.

Discovering Stewardship Culture through Contextual Coding
Contextual coding is a form of qualitative analysis that relies on extracting linguistic
meaning within the context of its use. It was especially useful in this case. The transcripts
were reviewed several times to identify key points, which were paraphrased in a side
column. Responses were sorted into the primary research themes and statements were
clustered into conceptually distinct sub-themes within each primary research theme. Each
cluster was “coded” with a name that reflected the clustered meaning of participant
statements. The relationship of each cluster of meaning to other clusters permits the
development of conclusions about the topic of inquiry, which in this case was stewardship.

When I coded participant responses on defining stewardship, participants tended toward
three clusters of meaning;:

* The preservation ideal

* The intangible quality of the ideal

* How one goes about conducting stewardship activities.

A definition of stewardship emerged from the research, “Engaging Park resources so as
to perpetuate or enact in everyday life the preservation ideal.”

Another theme that emerged in the data related to the sharing of stewardship culture.
Throughout the interviews, participants highlighted ways to enjoy the resource, their
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appreciation for the resource and why it should be preserved. Participants referred to a way
of life and to passing that idea along to others. Stewardship proved to be at the positive core
of interactions within the Park.

Presenting the Discovery and Getting Feedback

After contextually codifying the interviews, I prepared a slide presentation for participants
and others interested in RMNP focusing on an image of what is and what could expand a
sense of belonging to the stewardship culture of the Park. The audience responded warmly
and the director of RMNA was enthusiastic noting “It is amazing what you were able to do
with that material. It is like you just shook it up until all the pieces fell into place.”

I then sought feedback from those with whom I consulted on early design of the inquiry
asking: “What emerged from the research that you would wish to build upon?”

Some thought they were unlikely to do anything different as a result of the research.
While others, such as the Director of RMNA wrote: “...from the nonprofit viewpoint, the
significance of this research is overwhelming, since it helps examine the cause behind
people's decision to move from being a casual visitor or employee to becoming a natural
resource or park stewards. We need to understand that we are serious about fostering long-
term stewardship for our parks and other natural areas.”

He went on to request that the results be presented at a “Friends of the National Parks”
conference in October 2005. “I would like to see additional stu